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ARTICLE T - RECOGNITION
A. The Brushton-Moira Board of Education, having determined that the 
Brushton-Moira Teachers7 Association is supported by a majority of 
the unit composed of all professional, certificated personnel, 
including the school nurse, psychologist, and guidance counselor 
and excluding the Superintendent of Schools, Elementary Principal, 
Director of Pupil Intervention Services and High School Principal 
hereby recognize the Brushton-Moira Teachers7 Association as the 
exclusive negotiating agent for the professional employees in such 
unit.
B. The Board agrees not to negotiate with any other teacher 
organization than the Association for the duration of this Agreement.
ARTICLE II - NEGOTIATION PROCEDURE
A. It is contemplated that terms and conditions of employment as 
defined by the Public Employment Relations Board (PERB) provided 
in this Agreement shall remain in effect until altered by mutual 
agreement in writing between the parties. Nevertheless, because of 
the special nature of the public education process, it is likewise 
recognized that matters may from time to time arise which are of 
vital mutual concern to the parties. It is in the public interest that 
the opportunity for mutual discussion of such matters be provided. 
The parties accordingly agree to cooperate in arranging meetings, 
furnishing information, and otherwise constructively considering 
and resolving any such matters.
B. By no later than March 1 of the last year of the current contract, the 
parties will enter into good faith negotiations over a successor 
agreement. If such an agreement is not concluded by May 1, either 
party may request the use of mediation. The parties will seek a 
mutually acceptable mediator and will obtain a commitment from 
said mediator to serve. In case of mediation by a private person, the 
costs of such mediator shall be borne by the school district.
If the Board and Association are unable to agree on a mediator or are 
unable to obtain such commitment, the parties may request the State 
Public Employment Relations Board to assist. If the parties retain a
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private mediator and have not reached agreement by June 1, either 
party may request the State Public Employment Relations Board to 
assist the parties to reach agreement. Such mediation and fact­
finding will be governed by the provisions of Section 209 of the Civil 
Service Law.
C. Neither party in any negotiations shall have any control over the 
selection of the representatives of the other party and each party may 
select its representatives from within or without the school district. 
While no final agreement shall be executed without final ratification 
by the Association and the Board, the parties mutually pledge that 
their representatives consider proposals, and reach compromises in 
the course of negotiations.
D. Ground Rules and Negotiating
1. Date, time and place for meetings should be agreeable to both
negotiating teams:
a. Meetings shall be closed and private.
b. Meetings should not be the same night as regular school 
board meetings.
c. At close of meetings, date, time, place and purpose of 
the next meeting should be set.
d. In the event of postponement, it is the duty of the 
postponing team to reschedule the meeting within the 
ensuing week. Arrangements for postponing and 
rescheduling of the meeting shall be through the 
respective spokesmen.
2. Establish effective authority of both negotiating teams to reach
agreement:
a. Members of both teams should remain the same for the 
full period of negotiations. One alternate will be 
acceptable as a member of the team in extenuating 
circumstances.
b. Each team will notify the other of the names of its 
members and spokesmen.
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c. Communications between the two teams will be through 
the Board member negotiators and the Association 
spokesmen.
d. Members of both teams are understood to have powers 
to negotiate, in the fullest sense of the word. Powers 
shall be interpreted to mean that members of both teams 
may make decisions on issues which arise at negotiating 
meetings. Items agreed to may be reconsidered by 
mutual agreement,
3. Agreement between the two teams as to negotiating 
procedures.
a. Both parties reserve rights to use experts and 
consultants to speak only at the discretion of the 
spokesman or as spokesman.
b. Both parties reserve the right to recess for a reasonable 
length of time,
c. Both parties agree to a 2H hour time limit for a 
negotiations meeting.
4, By mutual agreement, negotiations may be reopened at any 
time to deal with unexpected situations.
ARTICLE III - LEAVES
A. Sick and Personal Leave
1. There will be total of fifteen (15) days leave granted each 
teacher per year for all purposes. Leave not used will be 
accumulated to a total of two hundred seventy (270) days. 
Not more than five (5) days leave per tenure teacher will be 
taken in any one school year for personal reasons with no 
restrictions; provided, however, personal leave may not be 
used to extend holidays or vacations. In rare and unusual 
circumstances, two (2) days of personal leave could be taken
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before or after a vacation for a graduation, wedding, or 
significant event in the immediate family, when the request 
was submitted at least ten (10) days in advance with prior 
approval of the Superintendent in consultation with the 
Association President. The remaining days may be used for 
personal illness or for illness in the teacher’s immediate 
family. Effective July 1, 2005 up to five (5) leave days may be 
used for bereavement leave at the time of the death of a 
member of the teacher’s immediate family and charged as sick 
leave.
2. Newly-hired probationary teachers shall be granted twelve 
(12) days leave per year for all purposes. Leave not used shall 
accumulate. Not more than three (3) days leave per 
probationary teacher may be taken in any one school year for 
personal reasons with no restrictions; provided, however, 
personal leave may not be used to extend holidays or 
vacations. In rare and unusual circumstances, two (2) days of 
personal leave could be taken before or after a vacation for a 
graduation, wedding , or significant event in the immediate 
family, when the request was submitted at least ten (10) days 
in advance with prior approval of the Superintendent in 
consultation with the Association President. The remaining 
days may be used for personal illness or for illness in the 
teacher’s immediate family. Effective July 1, 2005 up to five 
(5) leave days may be used for bereavement leave at the time 
of the death of a member of a teacher’s immediate family and 
charged as sick leave.
3. Additional days for family illness shall be available to teachers 
upon board approval,,
4. Sick leave days may be used for appointments with dentists or 
physicians; however, personal leave must be used for other 
types of appointments.
5. Not more than five (5) teachers will be on personal leave at 
any one time. An additional personal leave (6th) will be held 
in reserve for emergencies. The Superintendent and the 
Association President will mutually administer this policy.
6.. Absence from duty (part of a day) will be charged in an 
accumulated manner in units not less than five minutes,
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7. Whenever teachers are absent from school as a result of a 
compensable personal injury caused by an accident or assault 
arising out of, or in the cause of their employment, they shall 
be paid their full salary for a total of not to exceed 26 weeks. 
Monies received from compensation insurance shall be 
deducted. The total money received shall not exceed the 
contract salary.
8. No part of such absence will be charged to annual or 
accumulated leave provided Workers’ Compensation is 
granted.
9. Nothing herein contained shall be construed as to deprive the 
District of the right to reimbursement to the extent of its 
payments to the teacher as provided by the Workers’
' Compensation law or to recover such payments from the 
procurer of a third party action.
10. The Board further agrees to assume financial responsibility for 
any expense incurred by the teacher as a direct result of said 
accident or assault over and above reimbursement through 
insurance held by the school or by the teachers. Examples; 
eye glasses, dentures, and contact lenses.
11. Sick Leave Fool ~ The Board authorizes the sick leave pool as 
follows:
a. The pool may consist of a maximum of 250 days per 
year.
b. The Association may replenish the 250 day pool at any 
time. The teachers will provide all the necessary days 
into the pool. Teachers may contribute as many days as 
they choose for this purpose,
c. To apply for and become eligible for use of the pool, 
teachers must have exhausted all but five (5) days of 
their leave.
d. A joint committee composed of three teachers 
(Elementary, Middle and High School) and no more 
than three administrators and/or Board members shall 
administer the pool.
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r12. Requesting Leave
a. A request for leave, except for leave for sick purposes, 
shall be made to the appropriate school administrator at 
least 48 hours in advance, whenever this is possible.
The request form to be used is attached,
b. In case of an emergency, a phone call to an 
administrator or a designated individual will be 
acceptable,
% % sjf *  !)i if: *  :}: sf! sjs * *  &  Sfc * +  H: *  *  sH *  ^  ^  *  ff: #  *  #  ^  ^  s|< H1 *  *  *  % *  *  *  *  *  %  ^  ^  ^  st= *  *  *  sfe *  *  *  sf: It: *  it: if: It: *  % sfs ^  its *  sjss(: *  If: ^  +  4: N4 *
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BRUSHTON-MOIRA CENTRAL SCHOOL
Brushton, New York 12916
ABSENCE AND SUBSTITUTE REPORT
Employee________________________________  Date
From_______________________ Through_________
A total of day (s).
REASON FOR ABSENCE:
____ Illness/Personal
____ Illness/Family
____ Funeral
____ On-the-job Injury
____ Leave of Absence
____ Death in Family
____ Other (explain)—
Personal Business 
Compensatory Time Off 
Vacation 
Military Duty 
Dentist/Doctor
Substitute was:
Approved Signature
____ Sick Leave
____ Personal Leave
(To be checked by approving 
personnel.)
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B. Leaves for Conferences
1. Leave time for approved conferences shall not be taken from 
leave. These conferences shall be approved in writing by the 
appropriate school administrator.
2. Educational visitations, conferences, trips, or meetings for 
which teachers accept reimbursement for necessary expenses 
must be approved in advance by the immediate supervisor. 
Mileage reimbursement will be made in accordance with 
established district policy. Other reimbursements will be 
made with supporting receipts and other pertinent documents. 
Attendees will report back to their immediate supervisor.
C. Child Rearing Leave
1. Upon request, an employee shall be granted a one-year child 
rearing leave. The employee may request a second year of 
leave from the Board. Such leave will be without pay.
2. Unpaid child rearing leave will not be counted for vertical 
advancement on the salary schedule unless one-half year or 
more of service has been rendered during any school year.
D. Bereavement Leave - In the event a teacher’s leave has been 
exhausted and there is a need for days off due to death, a request 
may be made to the Superintendent for the necessary days without 
loss of pay.
E. Sabbatical Leave
1. Before obtaining a sabbatical leave of absence, a teacher must 
meet the following requirements:
a. have been teaching in the district for seven or more 
consecutive years,
b. submit a detailed plan outlining a proposed course of 
study by February 1st preceding the school year for 
which sabbatical is proposed,
c. shall obtain a performance bond to insure that (s)he will 
return to teach in the district for two years following 
completion of the sabbatical leave,
d. sabbatical must be for formal study in teacher’s current 
area of assignment, and
e. show clearly how the proposed course of study will be of 
direct benefit to the students of the Brushton-Moira School 
District.
2. The proposed sabbatical program must be reviewed by the 
Superintendent of Schools for applicability and approved by 
the Board of Education based upon the educational needs of 
the District as determined by the Board. Teacher will be 
notified no later than April 1st following submission of request 
of approval or denial of sabbatical leave,
3. Teachers may be granted one-half year’s leave at their full 
annual salary or leave for one full year at half pay.
4. In the event the teacher fails to return to the district and 
complete the required two years service outlined in paragraph 
l~c above, the teacher shall be responsible for refunding to the 
District all monies received during the sabbatical period.
These monies must be repaid within the year following the 
sabbatical or teacher’s last day of service in the District, 
whichever is later. No refund of monies would be required if 
teacher is unable to complete the required two years service 
due to illness, disability, death, or circumstances beyond the 
control of the teacher, 567
5. In the event more than two teachers apply for a sabbatical 
leave, the final decision as to who receives the leave rests with 
the District. Applicants denied leave on this basis will receive 
first consideration, consistent with paragraph 2 above, in the 
subsequent year.
6. Any teacher may use sabbatical leave only once,
7. The District will not be required to grant sabbatical leave 
while operating on an austerity budget.
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F, Jury Duty ~ Professional employees called for jury service will 
receive their regular salary. Jury pay will be surrendered to the 
District. No loss of pay will occur for the employee.
ARTICLE IV - TEACHER EVALUATION
A. The chief purpose for evaluation of the teaching staff shall be (a) to 
maintain qualified, competent staff, and (b) to promote its 
continuing development. To further these purposes, the supervisory 
personnel responsible for the evaluation of teachers shall 
acknowledge the right of teachers to:
1. know how well they are performing the duties and 
responsibilities of their position,
2. know the areas in which improvement is needed,
3. have candid appraisal of their work,
4. discuss their evaluation reports with their supervisor, and
5. seek and receive supervisory assistance where needed.
B. The number of formal evaluations will vary according to the 
individual teachers7 tenure status and to factors related to their 
growth, A teacher’s request for additional lesson evaluations will be 
honored within reason. All teachers may be observed as deemed 
necessary by the administration.
C. Each non~tenured teacher will participate in a minimum of three 
performance appraisals during each year of his/her probationary 
period. Two of the three evaluations will occur prior to end of the 
first semester, the first of which must be by the teacher’s building 
principal, and the second by the Superintendent of Schools. The 
third evaluation will be conducted by the building principal, and 
will occur during the second semester but before June 1.
Three evaluations per year will be considered minimum. If the 
administration determines that a teacher is not making satisfactory 
progress, it may require additional formal evaluations at its 
discretion or at the discretion of the employee.
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At the end of each year of the probationary period, the building 
principal will complete a summary evaluation of each non-tenured 
teacher and a meeting will be held with the following: the teacher, 
the teacher’s mentor (if applicable), a union representative (if 
requested by the teacher or the Association), the building principal, 
and the Superintendent of Schools, At this meeting the 
Superintendent will review the summary evaluation and give 
his/her feedback on the teacher’s overall performance and review 
recommendations to be followed in the ensuing school year. The 
meeting will be informal, and all parties may share in the discussion 
of the summary evaluation.
During the non-tenured teacher’s final year of probation, he/she 
will be considered for appointment to tenure upon recommendation 
of the Superintendent and approval by the Board of Education. No 
later than 90 days prior to the expiration of the non-tenured 
teacher’s probationary period, the building principal will issue a 
formal application for tenure, to be returned to the principal within 
10 school days. The Superintendent, building principal, and the 
teacher (and union representation if desired) will meet no later than 
60 days prior to the expiration of the probationary period. At this 
meeting, the Superintendent will advise the teacher of his/her 
recommendation regarding tenure. The application will then be 
submitted to the Board of Education along with all of the teacher’s 
formal evaluations. The Board will act on the Superintendent’s 
recommendation within 30 days of receiving the application 
package and evaluations.
D. It shall be the obligation of the Superintendent of Schools to hold a 
conference with each non-tenured teacher to inform him/her if 
there are any difficulties which might jeopardize his continuing 
employment,
1. Any non-tenured teacher whose continuing employment is in 
jeopardy shall be so notified in writing by the Clerk of the 
Board no later than March 15th. At this time the 
Superintendent of Schools should advise him/her of the 
alternatives open to him/her.
2. If the teacher still indicates a desire to return the following 
year, notice of the Board’s action to terminate the teacher’s 
employment shall be given him/her in writing by March 30th. 
The March 15th and March 30th dates shall be effective only
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to the extent that they shall cover the teacher’s conduct prior 
to those dates.
All tenured teachers will be reviewed in accordance with Fart 100.2 
(0) (2) of the Commissioner’s Regulations,
A summary of the remarks of each observation will be written by the 
administrator involved as soon as practical.
1. A discussion between the administrator arid teacher will be 
held previous to the written summary. Comments on each 
observation and a summary will be initialed by the teacher 
and the administrator. The teacher may submit a written 
response to the remarks and summary which will be initialed 
by the teacher and the administrator. The initialing referred 
to indicates neither approval nor disapproval of the remarks 
or responses.
2. Each observation and comments in connection with the 
observation will be filed in the teacher’s personnel folder.
Evaluations in which there are questions concerning subject matter 
competency will be reviewed by subsequent formal evaluations by 
educational personnel knowledgeable in the subject matter area.
ARTICLE V - PERSONNEL FOLDERS
Unit personnel shall have the right, upon request, to review the 
contents of their personnel file in the presence of a representative of 
the Superintendent of Schools. Teachers may elect to have an 
additional witness of their own choosing and an additional witness 
of the Administration. Any material resulting from any event or 
occurrence involving a teacher that is to be placed in the teacher’s 
personnel file must be produced in writing, signed by the teacher 
acknowledging existence of the material, and placed in such file 
within fifteen (15) school days of the time the district administrator 
knew or should have known of the event or occurrence. A teacher 
shall receive a copy of this material at the time same is placed in 
their file. Should the administration receive in writing positive
information regarding a teacher, such information will be placed in 
the teacher’s personnel file.
B. Unit personnel shall have the right to insert written explanation or 
response to material in their personnel file. Such explanation shall 
be delivered to the Superintendent of Schools within ten school days 
after the teacher has received a copy of the material referred to in 
paragraph A above.
C. There shall be only one official personnel folder for each teacher 
maintained by the District. Such folder is subject to the conditions of 
teacher evaluations and any material of a derogatory nature 
concerning the character or teaching ability of that teacher.
D. . All materials to be placed in a personnel folder must be signed by the
teacher and immediate supervisor.
E. A personnel file shall be available only to the teacher, the 
Administrator and the Board. The teacher shall have the right to 
make a copy of the materials in said file if (s)he so chooses. In the 
event that a request is made under the Freedom of Information Law 
for materials from a personnel folder, the Association’s 
representative, Superintendent, and teacher involved, will meet to try 
to mutually agree on the release of said materials. However, final 
determination as to these items shall be with the Superintendent.
This agreement does not preclude the Association or the Board from 
seeking legal counsel.
F. At the request of the teacher, an Association member may view the 
file in the presence of the Administrator and the teacher involved.
G. Procedure for Reprimands ~ The procedure for reprimands will be 
governed by the following;
1. The first infraction will result in a verbal reprimand. A 
written statement will be placed in the teacher’s personnel file 
noting the date and issue discussed. The administrator and 
teacher will both sign this statement indicating a verbal 
reprimand has occurred.
2. Any additional infraction of the same nature within three (3) 
years will result in a formal written reprimand being placed in
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the teacher’s personnel file. Any statement indicating a verbal 
reprimand has occurred will be removed after three (3) years.
3. The preceding procedure will be waived if the.administrator 
deems the infraction is serious in nature and warrants a 
written reprimand.
4. Any written reprimand will be removed from a teacher’s 
personnel file after six (6) years.
ARTICLE VI ~ EMPLOYMENT TRANSFERS
A. The Superintendent will provide a notice for any professional 
position, to the President of the Association, as soon as the position is 
created or becomes available.
B. Teachers wishing to change in grade or subject assignments or 
wishing to transfer to another building or department will file a 
written statement indicating their application for the position within 
one week after the vacancy is posted.
C. Teachers currently teaching in the District will be given first 
consideration on any vacancy within the bargaining unit for which 
(s)he is qualified to the Board’s satisfaction. Upon request, a teacher 
will receive written explanation as to the reason (s) (s)he was not 
hired to fill the vacancy. It is not the intent of the District to fill 
vacancies with uncertified employees, when certified personnel are 
on staff and have applied for the vacancy.
D. During the annual summer recess, posting such vacancies will not 
be required, The President of the Association, or a designated 
representative will be e-mailed a notice of such vacancies to an 
address provided to the Administration by the Association. The 
Administration will be notified by return e-mail, and within 5 
common work days, that the Association representative received 
notice of said vacancies. It is understood any further responsibility 
of informing teachers of vacancies occurring during the summer 
recess rests with the Association.
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ARTICLE VII - STAFF MAINTENANCE
A. There will be no reduction in the number of staff positions for any 
school year covered by this contract without 20 days notice to the 
teacher or teachers involved.
B, If any teacher or any teachers determine that the impact of such 
reduction has or will result in a heavier work load, they will within 
10 days of receiving such notice, notify the Superintendent of 
Schools of their desire to bargain with respect to such impact, but 
the final decision will rest with the Board of Education. Substantial 
decreasing enrollment is a factor which could cause the reduction in 
staff positions.
ARTICLE VIII - MAINTENANCE OF STANDARDS
A. Duties and Assignment
1. Under normal circumstances, the duties of any teacher or the 
responsibility of any position in the bargaining unit will not be 
substantially increased unless agreed by prior consultation 
with the teacher involved, or at his/her request, with the 
Association. This provision does not prevent the District from 
transferring teachers within their area of certification or 
current assignment.
2. Teachers whose assignments are to be changed from the prior 
year will be given notice as of August 15. Of necessity, the 
assignments are subject to unavoidable last-minute changes.
B. Class Size - Special attention shall be given to the number of children 
in each of the grades (UPK-12) and class size, and the number of 
instructional periods in each instance shall comply so far as is 
possible with the recommendations of the State Education 
Department. However, final determination as to these items shall be 
with the administration.
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C. Professional Disadvantage - No teacher shall suffer any professional 
disadvantages by reason of his or her membership in the Association 
or participation in its lawful activities.
ARTICLE IX - STATUTORY OBLIGATIONS
A. Tenure - The granting of tenure shall be in accordance with New 
York State Education Law.
B. Legal Counsel ~ The Board agrees to provide legal counsel for 
teachers for any legal action resulting from the performances of 
their duties during the regular school day or at any extra 
assignment.
C. Employing Certified Teachers - The School District will strive to 
employ only fully qualified teaching personnel who comply with 
New York State certification requirements. Whenever time and 
conditions permit, fully certified teachers may be utilized to assist 
administrators in the selection of new teachers.
ARTICLE X - STAFF RESPONSIBILITIES
A. Work Day
1. The working day will not exceed seven hours and fifteen 
minutes for all teachers UFK-12.
2. In the event that Administration or the Board of Education 
believes the above is being abused by a teacher, the Association 
will be notified and shall endeavor to correct the situation.
3. Tardiness is not considered as part of Article III, A, 2 in the 
Leave Provision of this Agreement.
4. Reporting for Duty and Notification ~ Teachers not reporting 
for duty and not notifying school authorities shall be subject to
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loss of salary for the day missed. The amount to be deducted is 
to be 1 /200 of the individual’s annual salary.
5. The beginning and ending of a teacher’s work day could be 
changed by agreement between the Association and the 
Superintendent of Schools so as to provide flexibility in the 
event a teacher wished to provide Academic Intervention 
Services immediately after school. This would be the only time 
that the principle of “flex time” would be applicable.
B. Teachers Liability
1. Staff members shall report all broken property or missing 
material to their administrator as soon as it is discovered.
2. It is agreed teachers shall not leave students unsupervised 
except in unusual circumstances.
C. Lesson Flans - Lesson plans, as described in the present teacher’s
handbook, shall be available to administrators.
D. Substitutes
1. Lesson plans will be available a week in advance for the use of 
Administration and substitute teachers.
2. Administration will provide qualified substitutes when 
available.
3. The Association may recommend the names of people which 
will be added to the substitute list.
E. Dress Code
Teachers are expected to maintain a professional atmosphere and 
appearance appropriate to a professional position that does not 
detract from the educational environment.
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ARTICLE XI - ASSOCIATION BUSINESS
Conferences ~ A total of four (4) school days per year will be 
allocated to the Association for attendance by designated 
representatives of the Association at NYSUT conferences, with the 
District paying the cost of substitutes. If some or part of the four (4) 
school days were not used, up to a maximum of six (6) school days 
may be accumulated in each successive year for members of the 
Association to conduct Association business. If more than four (4) to 
six (6) days were needed for Association business, depending upon 
the number of days available for a particular school year, the 
Brushton-Moira Teachers' Association will pay the cost of the 
substitute.
President's Time - Should the Association President need some 
release time to perform Association duties, a request could be made 
to the Administration to be relieved of certain non-teaching duties.
If other personnel are available to perform the other than teaching 
duties, it is expected the Administration is responsible to relieve the 
President as requested. It is not the intention that this provision 
should relieve the President of such duties permanently or for a 
lengthy period of time.
Providing Agreements - Copies of this Agreement shall be provided 
by the Teachers' Association and given to all teachers and 15 for 
Administration and Board members now employed or hereafter 
employed in the Brushton-Moira Central School within two weeks 
after its execution or employment if that occurs later.
Agency Fee - Effective July 1,1981, the Brushton-Moira Central 
School Board of Education shall deduct from the wage or salary of 
employees in the bargaining unit who are not members of the 
Brushton-Moira Central School Teachers' Association the amount 
equivalent to the dues levied by the Brushton-Moira Central School 
Teachers' Association and shall transmit the sum so deducted to the 
Brushton-Moira Central School Teachers' Association, in accordance 
with Chapters 677 and 678 of the Laws of 1977 of the State of New 
York. The Brushton-Moira Central School Teachers' Association 
affirms that it has adopted such procedure for refund of agency shop 
fee deductions as required in Section 3 of Chapters 677 and 678 of 
the Laws of 1977 of the State of New York. This provision for 
agency shop fee deduction shall continue in effect so long as the
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Brushton-Moira Central School Teachers7 Association maintains such 
procedure. The agency shop fee deduction shall be made following 
the same procedures as applicable for dues check-off, except as 
otherwise mandated by law or this Article of this Agreement.
E. The Board of Education authorized payroll deduction for N.Y.S.U.T, 
Benefit Trust payments.
ARTICLE XII - HEALTH INSURANCE
A. The District will continue to pay 100% of the cost of health 
insurance for employees and their spouses and dependents, and for 
retirees and their spouses and dependents. In the event the Board 
wishes to change plans, it will provide a plan equal to or better than
, the current plan. In the event a dispute arises concerning this 
provision, the remedy will be through the binding arbitration 
provision of this Agreement.
*See Appendix I.
B. In order to be eligible for 100% coverage in retirement, employees 
hired after June 30,2009 must serve at least 12 non-consecutive 
years at Brushton-Moira Central School, the last of which must 
occur immediately prior to retirement with eligibility to collect a 
pensions from the NYSTRS within six months.
C. The Association agrees to allow teachers whose spouses
1. are not employed by the District, and
2. have comparable or superior coverage, and
3. are not eligible for “Super” family coverage within the F.E.H, 
Insurance Consortium.
to opt out of the District's Health Plan in return for an annual buy­
out compensation of $1800, to be paid in two installments of $900 
each, the first in December, and the second in June of each year. 
Members must apply annually to the Business Office for payment in 
lieu of coverage. For married employees, the application shall
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include the signature of the spouse of the unit member, indicating 
awareness and approval of the application. Applications shall be for 
the period July 1 through June 30, and must be submitted by June 
20 .
In for any reason, the employee is no longer covered by the spouse’s 
health insurance policy (e.g, death of spouse, divorce, spouse 
becomes unemployed, etc.), the District agrees to cover the 
Brushton-Moira Central School District employee and his/her 
dependents immediately under the District’s Health Flan, waiving 
any waiting period. Absent such an event, reinstatement is available 
only at the open enrollment date of July 1. Preexi sting conditions 
will be covered with no waiting period.
Employees in their final year of employment can exercise the buy­
out for less than the full year. They will be covered by the District’s 
Health Flan immediately after applying for reinstatement, but must 
do so prior to the Plan’s last open enrollment date before their 
retirement.
It is understood that any buy-out compensation would be prorated.
D, The District and the Association agree to convene during the life of 
this contract to discuss alternative health insurance options through 
the F.E.H. Health Insurance Consortium that might be available. This 
clause does not require a change, in health insurance, nor does it 
necessarily signify a desire or commitment by either party to include 
it in future negotiations; rather it is a clause that requires discussion 
only.
ARTICLE XIII - EXTRA CURRICULAR FAY SCHEDULE
A. The establishment of all salaries for new extra-curricular positions 
will be negotiated by the District and the Association. If the Board of 
Education desires to create a new position, subsequent to the creation 
of a new activity, it may do so; however, the determination of salary 
will occur only through negotiation with the Association. Thus, the 
District may recall the Association to the table when such 
circumstances arise.
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B. Chaperones - Chaperones for any duty outside of teaching shall be 
paid per Extra Curricular Pay Schedule. Compensation for 
chaperoning will not be granted for duties which already receive 
separate remuneration, for example, Senior Play. Chaperoning 
should be divided equally as possible among all members of the staff. 
Teachers will not be required to chaperone dances.
C. Pay for activity shall be for the entire season or duration of the sport 
or activity.
D. In the event a coach or advisor does not finish the season in sport or 
does not complete the school year in activity, the Association shall 
immediately determine the respective proportions of the contractual 
salary for that activity due the incumbent coach or advisor and his or 
her successor, and so notify the proper district official. IN NO 
EVENT shall the total amount of monies paid for particular sport or 
activity exceed the contractual amount which would be due 
assuming either coach or advisor completed the entire season or 
activity.
E. It is the understanding of the Brushton-Moira. Central School 
Teachers7 Association and the Board of Education that coaching of 
interscholastic athletics is an extension of the educational program 
in the Brushton-Moira Central School District. It is our deepest 
belief that the educational benefits of athletics can best be met by 
members of our own faculty who extend their teaching day as 
coaches. These teacher coaches must be properly certified by the 
State of New York as outlined in the Commissioner’s Regulations.
Bargaining unit members will be notified of all coaching and extra­
curricular positions which will be offered during the following 
school year by May 1. Qualified members of the bargaining unit 
will be allowed to submit applications until June 1. The Board of 
Education will make every effort to make such appointments by June 
15.
When an application for a vacancy is made out but not accepted, a 
written explanation will be made to the applicant involved.
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EXTRA CTTRRTCTTT.AR PAY SCHEDITI,F, FOR 2007-2011
2007-08 2008-09 2 0 0 9 -1 0 2010-11
Cross Country -  Varsity $2,920. $3,044. $3,151. $3,277.
Soccer -  Varsity , $2,920. $3,044. $3,151. $3,277.
Soccer -  Modified $2,336. $2,436. $2,521. $2,622.
Volleyball -  Varsity $2,920. $3,044. $3,151. $3,277.
Volleyball -  Modified $2,336. $2,436. $2,521. $2,622.
Basketball -  Varsity $3,742. $3,901. $4,037. $4,199.
Basketball — JV $2,993. $3,120. $3,229. $3,359.
Basketball -  7th Grade $1,764. $1,839. $1,903. $1,979.
Basketball -  8ih Grade $1,764. $1,839. $1,903. $1,979.
Basketball -  Biddyball $1,764. $1,839. $1,903. $1,979.
Basketball -  Timer (2) $609. $635. $657, $683.
Basketball -  Shot Clock (2) $335. $349, $361. $376.
Baseball -  Varsity $3,193. $3,329. $3,445. $3,583.
Baseball -  Modified $2,555. $2,664, $2,757. $2,867.
Softball -  Varsity $3,193. $3,329. $3,445. $3,583.
Softball -  Modified $2,555. $2,664. $2,757. $2,867.
Athletic Director $3,498. $3,646. $3,774. $3,925.
Cheerleading $2,311. $2,409. $2,494. $2,594.
Speech and Debate $2,871. $2,871. $2,871. $2,871.
Yearbook $3,255. ' $3,393. $3,512. $3,652.
Senior Play $1,081. $1,649. $1,706. $1,775.
Musical (3) $1,764. $1,839. $1,903. $1,979.
Chaperones (hourly) 3BBB/2GBB max. $19. $20. $20. $21.
Class Advisors 11-12 (2 per grade) $487. $508. $525. $546.
Class Advisors 6-10 (1 per grade) $274. $286. $296. $308.
Department Chairs (Middle/Senior) $912. $951. $984. $1,024.
Grade Level Coordinators (Elementary) $912. $951. $984. $1,024.
National Honor Society (2) $508. $526. $547.
National Junior Honor Society (1) $399. $413. $430.
Student Council Advisors 9-12 (2) $457. $476. $493. $512.
Student Council Advisors -  Middle (2) $457. $476. $493. $512.
*Extra Curricular Pay Schedules shall increase according to the above schedules.
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ARTICLE XTV - SAT,ARY SCHEDULE
2007-08
Step BS 10+ 20+ 30+ 40+ 50+ 60+
I 36,927 37,427 37,927 38,427 38,927 39,427 39,927
2 37,695 38,195 38,695 39,195 39,695 40,195 40,695
3 38,480 38,980 39,480 39,980 40,480 40,980 41,480
4 39,234 39,734 40,234 40,734 41,234 41,734 42,234
5 40,003 40,503 41,003 41,503 42,003 42,503 43,003
6 40,691 41,191 41,691 42,191 42,691 43,191 43,691
7 41,306 41,806 42,306 42,806 43,306 43,806 44,306
8 41,912 42,412 42,912 43,412 43,912 44,412 44,912
9 42,526 43,026 43,526 44,026 44,526 45,026 45,526
10 43,154 43,654 44,154 44,654 45,154 45,654 46,1,54
11 43,845 44,345 44,845 45,345 45,845 46,345 46,845
12 44,546 45,046 45,546 46,046 46,546 47,046 47,546
13 45,130 45,630 46,130 46,630 47,130 47,630 48,130
14 45,715 46,215 46,715 47,215 47,715 48,215 48,715
13 46,300 46,800 47,300 47,800 48,300 48,800 49,300
16 46,599 47,099 47,599 48,099 48,599 49,099 49,599
17 46,899 47,399 47,899 48,399 48,899 49,399 49,899
18 47,199 47,699 48,199 48,699 49,199 49,699 50,199
19 47,350 47,850 48,350 48,850 49,350 49,850 50,350
20 48,469 48,969 49,469 49,969 50,469 50,969 51,469
21 49,637 50,137 50,637 51,137 51,637 52,137 52,637
22 50,822 51,322 51,822 52,322 52,822 53,322 53,822
23 51,242 51,742 52,242 52,742 53,242 53,742 54,242
24 51,662 52,162 52,662 53,162 53,662 54,162 54,662
25 52,082 52,582 53,082 53,582 54,082 54,582 55,082
26 53,264 53,764 54,264 54,764 . 55,264 55,764 56,264
27 55,060 55,560 56,060 56,560 57,060 57,560 58,060
28 56,914 57,414 57,914 58,414 58,914 59,414 59,914
29 57,870 58,370 58,870 59,370 59,870 60,370 60,870
30 59,823 60,323 60,823 61,323 61,823 62,323 62,823
31 60,628 61,128 61,628 62,128 62,628 63,128 63,628
32 62,450 62,950 63,450 63,950 64,450 64,950 65,450
33 64,524 65,024 65,524 66,024 66,524 67,024 67,524
34 66,502 67,002 67,502 68,002 68,502 69,002 69,502
35 68,347 68,847 69,347 69,847 70,347 70,847 71,347
36 70,151 70,651 71,151 71,651 72,151 72,651 73,151
37 70,931 71,431 71,931 72,431 72,931 73,431 73,931
38 72,044 72,544 73,044 73,544 74,044 74,544 75,044
39 73,420 73,920 74,420 74,920 75,420 75,920 76,420
The District will grant a $500 per year stipend for a Master’s Degree for existing teaching staff; the District 
will grant $500 per year to new employees hired after the ratification of this contract once they have 
achieved permanent or professional certification.
Teachers employed for the 1978-79 school year and thereafter may not receive credit for more than 60
additional hours without Board approval. Teachers employed prior to 1978-79 shall be save-harmless from
this provision.
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ARTTCLF, XIV - SAT,ARY SCHEDULE - con tin u ed
2 0 0 8 -0 9
Step BS 10+ 20+ 30+ 40+ 50+ 60+
1 37,712 38,212 38,712 39,212 39,712 40,212 40,712
2 38,496 38,996 39,496 39,996 40,496 40,996 41,496
3 39,297 39,797 40,297 40,797 41,297 41,797 42,297
4 40,115 40,615 41,115 41,615 42,115 42,615 43,115
5 40,902 41,402 41,902 42,402 42,902 43,402 43,902
6 41,704 42,204 42,704 43,204 43,704 44,204 44,704
7 42,421 42,921 43,421 43,921 44,421 44,921 45,421
8 43,061 43,561 44,061 44,561 45,061 45,561 46,061
9 43,693 44,193 44,693 45,193 45,693 46,193 46,693
10 44,334 44,834 45,334 45,834 46,334 46,834 47,334
11 44,988 45,488 45,988 46,488 46,988 47,488 47,988
12 45,708 46,208 46,708 47,208 47,708 48,208 48,708
13 46,439 46,939 47,439 47,939 48,439 48,939 49,439
14 47,048 47,548 48,048 48,548 49,048 49,548 50,048
15 47,658 48,158 48,658 49,158 49,658 50,158 50,658
16 48,268 48,768 49,268 49,768 50,268 50,768 51,268
17 48,580 49,080 49,580 50,080 50,580 51,080 51,580
18 48,892 49,392 49,892 50,392 50,892 51,392 51,892
19 49,205 49,705 50,205 50,705 51,205 51,705 52,205
20 49,362 49,862 50,362 50,862 51,362 51,862 52,362
21 50,529 51,029 51,529 52,029 52,529 53,029 53,529
22 51,747 52,247 52,747 53,247 53,747 54,247 54,747
23 52,982 53,482 53,982 54,482 54,982 55,482 55,982
24 53,420 53,920 54,420 54,920 55,420 55,920 56,420
25 53,857 54,357 54,857 55,357 55,857 56,357 56,857
26 54,295 54,795 55,295 55,795 56,295 56,795 57,295
27 55,528 56,028 56,528 57,028 57,528 58,028 58,528
28 57,400 57,900 58,400 58,900 59,400 59,900 60,400
29 59,333 59,833 60,333 60,833 61,333 61,833 62,333
30 60,330 60,830 61,330 61,830 62,330 62,830 63,330
31 62,365 62,865 63,365 63,865 64,365 64,865 65,365
32 63,205 63,705 64,205 64,705 65,205 65,705 66,205
33 65,104 65,604 66,104 66,604 67,104 67,604 68,104
34 67,266 67,766 68,266 68,766 69,266 69,766 70,266
35 69,329 69,829 70,329 70,829 71,329 71,829 72,329
36 71,251 71,751. 72,251 72,751 73,251 73,751 74,251
37 73,132 73,632 74,132 74,632 75,132 75,632 76,132
38 73,945 74,445 74,945 75,445 75,945 76,445 76,945
39 75,106 75,606 76,106 76,606 77,106 77,606 78,106
The District will grant a $500 per year stipend for a Master’s Degree for existing teaching staff; the District 
will grant $500 per year to new employees hired after the ratification of this contract once they have 
achieved permanent or professional certification.
Teachers employed for the 1978-79 school year and thereafter may not receive credit for more than 60
additional hours without Board approval. Teachers employed prior to 1978-79 shall he save-harmless from
this provision.
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ARTICLE XTV - SAT,ARY SCHEDULE - con tin u ed
2009-10
Step BS 10+ 20+ 30+ 40+ , 50+ 60+
1 38,372 38,872 39,372 39,872 40,372 40,872 41,372
2 39,032 39,532 40,032 40,532 41,032 41,532 42,032
3 39,844 40,344 40,844 41,344 41,844 42,344 42,844
4 40,673 41,173 41,673 42,173 42,673 43,173 43,673
■ 5 41,519 42,019 42,519 43,019 43,519 44,019 44,519
6 42,333 42,833 43,333 43,833 44,333 44,833 45,333
7 43,163 43,663 44,163 44,663 45,163 45,663 46,163
8 43,906 44,406 44,906 45,406 45,906 46,406 46 ,906
9 44,569 45,069 45,569 46,069 46,569 47,069 47,569
10 45,222 45,722 46,222 46,722 47,222 47,722 48,222
11 45,885 46,385 46,885 47,385 47,885 48,385 48,885
12 46,563 47,063 47,563 48,063 48,563 49,063 49,563
13 47,308 47,808 48,308 48,808 49,308 49,808 50,308
14 48,064 48,564 49,064 49,564 50,064 50,564 51,064
15 48,694 49,194 49,694 50,194 50,694 51,194 51,694
16 49,326 49,826 50,326 50,826 51,326 51,826 52,326
17 49,957 50,457 50,957 51,457 51,957 52,457 52,957
18 50,280 50,780 51,280 51,780 52,280 52,780 53,280
19 ■50,603 51,103 51,603 52,103 52,603 53,103 53,603
20 5.0,927 51,427 51,927 52,427 52,927 53,427 53,927
21 51,090 51,590 52,090 52,590 53,090 53,590 54,090
22 5.2,298 52,798 53,298 53,798 54,298 54,798 55,298
23 53,558 54,058 54,558 55,058 55,558 56,058 56,558
24 54,837 55,337 55,837 56,337 56,837 57,337 57,837
25 55,290 55,790 56,290 56,790 57,290 57,790 58,290
26 55,742 56,242 56,742 57,242 57,742 58,242 58,742
27 56,195 56,695 57,195 57,695 58,195 58,695 59,195
28 57,471 57,971 58,471 58,971 59,471 59,971 60,471
29 59,409 59,909 60,409 60,909 61,409 61,909 62,409
30 61,410 61,910 62,410 62,910 63,410 63,910 64,410
31 62,441 62,941 63,441 63,941 64,441 64,941 65,441
32 64,548 65,048 65,548 66,048 66,548 67,048 67,548
33 65,417 65,917 66,417 66,917 67,417 67,917 68,417
34 67,382 67,882 68,382 68,882 69,382 69,882 ■70,382
35 69,621 70,121 70,621 71,121 71,621 72,121 72,621
36 71,755 72,255 72,755 73,255 73,755 74,255 74,755
37 73,745 74,245 74,745 75,245 75,745 76,245 76,745
38 75,692 76,192 76,692 77,192 77,692 78,192 78,692
39 76,533 77,033 77,533 78,033 78,533 79,033 79,533
The District will grant a $500 per year stipend for a Master’s Degree for existing teaching staff; the District 
will grant $500 per year to new employees hired after the ratification of this contract once they have 
achieved permanent or professional certification.
Teachers employed for the 1978-79 school year and thereafter may not receive credit for more than 60
additional hours without Board approval. Teachers employed prior to 1978-79 shall be save-harmless from
this provision.
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fARTICLE XIV - SALARY SCHEDULE - continued
2010-11
Step BS 10+ 20+ 30+ 40+ 50+ 60+
1 39,139 39,639 40,139 40,639 41,139 41,639 42,139
2 39,906 40,406 40,906 41,406 41,906 42,406 42,906
3 40,593 41,093 41,593 42,093 42,593 43,093 43,593
4 41 ,437 41,937 42,437 42,937 43,437 43,937 44,437
5 42,300 42,800 43,300 43,800 44,300 44,800 45,300
6 43,180 43,680 44,180 44,680 45,180 45,680 46,180
7 44,026 44,526 45,026 45,526 46,026 46,526 47,026
8 44,890 45,390 45,890 46,390 46,890 47,390 47,890
9 45,662 46,162 46,662 47,162 47,662 48,162 48,662
10 46,351 46,851 47,351 47,851 48,351 48,851 49,351
11 47,031 47,531 48,031 48,531 49,031 49,531 50,031
12 47,721 48,221 48,721 49,221 49,721 50,221 50,721
13 48,425 48,925 49,425 49,925 50,425 50,925 51,425
14 49,201 49,701 50,201 50,701 51,201 51,701 52,201
15 49,987 50,487 50,987 51,487 51,987 52,487 52,987
16 50,642 51,142 51,642 52,142 52,642 53,142 53,642
17 51,299 51,799 52,299 52,799 53,299 53,799 54,299
18 51,956 52,456 52,956 53,456 53,956 54,456 54,956
19 52,291 52,791 53,291 53,791 54,291 54,791 55,291
20 52,627 53,127 53,627 54,127 54,627 55,127 55,627
21 52,964 53,464 53,964 54,464 54,964 55,464 55,964
22 53,134 53,634 54,134 54,634 55,134 55,634 56,134
23 54,390 54,890 55,390 55,890 56,390 56,890 57,390
24 55,700 56,200 56,700 57,200 57,700 58,200 58,700
25 57,030 57,530 58,030 58,530 59,030 59,530 60,030
26 57,501 58,001 58,501 59,001 59,501 60,001 60,501
27 57,972 58,472 58,972 59,472 59,972 60,472 60,972
28 58,443 58,943 59,443 59,943 60,443 60,943 61,443
29 59,770 60,270 60,770 61,270 61,770 62,270 62,770
30 61,785 62,285 62,785 63,285 63,785 64,285 64,785
31 63,866 64,366 64,866 65,366 65,866 66,366 66,866
32 64,939 65,439 65,939 66,439 66,939 67,439 67,939
33 67,130 67,630 68,130 68,630 69,130 69,630 70,130
34 68,034 68,534 69,034 69,534 70,034 70,534 71,034
35 70,078 70,578 71,078 71,578 72,078 72,578 73,078
36 72,405 72,905 73,405 73,905 74,405 74,905 75,405
37 74,625 75,125 75,625 76,125 76,625 77,125 77,625
38 76,695 77,195 77,695 78,195 78,695 79,195 79,695
39 78,720 79,220 79,720 80,220 80,720 81,220 81,720
The District will grant a $500 per year stipend for a Master’s Degree for existing teaching staff; the District 
will grant $500 per year to new employees hired after the ratification of this contract once they have 
achieved permanent or professional certification.
Teachers employed for the 1978-79 school year and thereafter may not receive credit for more than 60
additional hours without Board approval. Teachers employed prior to 1978-79 shall be save-harmless from
this provision.
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ARTICLE XV - SCHOOL NURSE’S SALARY
A. The school nurse's salary will be 80% of the appropriate step of the 
current salary schedule.'
ARTICLE XVI - CREDITS FOR PRIOR SERVICE
A. Credit for prior service in any school system is one step for one year 
retroactive. Credit for prior service in any school system is one step 
for one year retroactive, up to 15 years of service; after 5 years of 
service at Brushton-Moira Central School District, any other 
previous non-credited time will then be granted.
B. Half-day teacher's credit computed to determine salary as full-time 
service divided by two.
C. Service credit for full-time teachers who have half-day credit shall 
be one step for every two years of half-day service.
D. Teachers whose credit includes half-year will be given next step.
E. All teachers will continue to be paid on step (according to the 
provisions of this contract).
ARTICLE XVII - INSERVICE CREDIT
A. Inservice programs offered by the Brushton-Moira Central School or 
by the Teachers' Centers will lead to advancement on the salary 
schedule for those teachers who successfully complete the program. 
Creditable completion of ten (10) class hours will equal one (1) 
graduate credit hour. No similar inservice course,may be used for 
credit more than once,
B. Other inservice programs may qualify for graduate credit.
C. To be eligible for credit a teacher must receive prior approval from 
the Superintendent of Schools.
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D. Upon submission of evidence of completion from the institution and 
approval by the Superintendent of Schools, credit may be granted for 
courses completed since 1984.
E. If a dispute arises over the offering or granting of credit for an 
inservice course, such dispute shall be resolved by a committee of 
four appointees, two by the President of the Teachers’ Association 
and two by the Superintendent of Schools.
ARTICLE XVIII - PAYMENT FOR SICK DAYS AT RETIREMENT
A. Payment will be made to the teacher at retirement at a rate of $65 
per day for each accumulated up to 270 days. The method of 
payment of said monies will be agreed upon by the retiring teacher 
and the District.
B. Retirement Incentive
1. The incentive plan will be calculated as follows:
Incentive + unused sick leave = maximum value 
$7,000 + $65/day (270 days) = $24,550.
2. Teachers who retire under the New York State Teacher
Retirement System will be eligible for the district incentive 
plan provided:
2.1 they retire as soon as eligible without a reduction in 
their pension factor. The teacher must retire at the end 
of the school year during which he/she reaches this 
eligibility.
2.2 they submit a letter of intent to retire by February 1st of 
the last full school year worked, and
2.3 they have at least ten (10) years of credited service in 
the Brushton-Moira Central School District (applicable 
to employees hired effective September 1, 1998).
3. Payment for the retirement incentive will be made by 
December 31st of the year in which they retire.
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4. In the event an eligible employee dies the monies due under 
the plan will be paid to the designated beneficiary.
C. If a unit member meets the qualifications for B, he/she may select 
either A or B; however no unit member may receive both A and B.
ARTICLE XIX -  SUMMER WORK
Commencing on July 1, 2005 staff who work over the summer months 
shall be compensated at the rate of $25, per hour.
ARTICLE XX ~ GRIEVANCE PROCEDURE
A. Definition - A grievance is a claim by any teacher or group of 
teachers in the negotiating unit or the Association based upon any 
event or condition affecting their welfare and/or terms and 
conditions of employment, including, but not limited to any claimed 
violation, misinterpretation, misapplication or inequitable 
application of law, rules or regulations, directions, orders work 
rules, procedures, practice of the Board of Education and 
Administration.
B. Time Limits for Filing ~ A grievance must be instituted within thirty 
(30) working days of the occurrence of the incident giving rise to the 
grievance or within thirty (30) days after the teacher or association 
knew or should have known of the act or condition upon which the 
grievance is based.
1. Days will be defined as school days between the opening of 
school in September and the close of school in June. If a 
grievance occurs or has not yet been fully processed when 
school closes in June, calendar days will be substituted for 
school days. When using calendar days, Saturdays, Sundays, 
and legal holidays will not be counted.
C. Procedure
Stage 1 - Informal
Grievant(s) will make an effort to settle the grievance informally 
with the supervisor. If the grievance is not settled informally, it will
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be reduced to writing and submitted to the immediate supervisor for 
a written reply within ten (10) days.
Stage 2 - Superintendent of Schools
If the grievant is not satisfied with the response at Stage 1, the 
grievant may within ten (10) days of the receipt of the decision at 
Stage 1 present the grievance in writing to the Superintendent of 
Schools. The Superintendent will provide a written response to the 
grievant within ten (10) days of receipt of the grievance.
Stage 3 ~ Board of Education
If the teacher and/or the Association are not satisfied with the 
decision of Stage 2, they may request a formal meeting with the 
Board. This request must be made within ten (10) days of the 
decision in Stage 2. (If nb agreement is reached at this meeting, the 
issue will go to Stage 4 ~ Arbitration.) Any decision made in Stage 3 
will be submitted in writing to the C.S.O., Board President, and 
Association President within ten (10) school days.
Stage 4 ~ Arbitration
1. If the teacher and/or Association are not satisfied with the 
decision of Stage 3, they may submit the grievance to 
arbitration by written notice to the Board within ten (10) days 
of the decision in Stage 3.
2. Within ten (10) school days, such written notice of submission 
to arbitration, the Board and the Association will agree on a 
mutually acceptable arbitrator competent in the area of 
grievance and will obtain a commitment from said arbitrator 
to serve. If the parties are unable to agree upon an arbitrator 
or to obtain such a commitment with the ten days, a request 
for a list of arbitrators will be made to the American 
Arbitration Association by either party. The parties shall then 
be bound by the rules and procedures of the American 
Arbitration Association in selection of an arbitrator.
3. The selected arbitrator will hear the matter promptly and will 
issue his decision not later than 14 calendar days from the 
date of the close of the hearing, or if oral hearings have been 
waived, then from the date the final statements and proofs 
have been submitted to him. The arbitrator’s decision will be 
in writing and will set forth his findings of fact, reasoning and 
conclusions on the issues.
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4. The arbitrator shall have no power or authority to make any 
decision which requires the commission of an act prohibited 
by law or which is violative of the terms of this Agreement.
5. The decision of the arbitrator in any matter dealing with the 
terms of this Agreement shall be final and binding upon all 
parties.
6. The decision of the arbitrator on all other matters shall be 
considered advisory.
7. The costs for the services of the arbitrator will be borne 
equally by the Board and the Association.
ARTICLE XXI ~ OPERATION AND MAINTENANCE OF SCHOOL 
PROPERTY AND BUILDINGS
Use of School Buildings - Any teacher planning to use the school building 
or any part thereof for an activity involving the public shall first obtain 
permission from the chief school officer. Insofar as is possible, teachers 
and administrators will discourage the use of the building grounds, etc. of 
the School District by unauthorized individuals.
ARTICLE XXII - CONTRACT LIMITATIONS
A. Commitment of Parties ~ This Agreement shall constitute the full and 
complete commitments between both parties and may be altered, 
changed, added to, deleted from, or modified only through the 
voluntary, mutual consent of the parties in a written and signed 
amendment to this Agreement.
B. Policies of the Board ~ This Agreement supersedes any policies of the 
Board which may be contrary to or inconsistent with its terms.
C. Terms Contrary to Law - If any provision of the Agreement or any 
application of the Agreement to any teacher or group of teachers 
shall be found contrary to law, then any such provision or 
application shall not be deemed valid and subsisting except to the 
extent provided by law, but all other provisions or applications shall 
continue to full force and effect.
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ARTICLE XXIII -  LABOR MANAGEMENT COMMITTEE
A, Living Contract -  To continue the concept of dialogue and
interaction between members of the Brushton-Moira Teachers’ 
Association and the Brushton-Moira Board of Education, a Labor 
Management Committee (LMC) will be created.
The LMC will establish its own meeting schedule to deal with issues 
of concern put forth by either party as they arise. The LMC shall be 
comprised of the following representatives of each party:
BMTA President and Superintendent and
four (4) other members four (4) other designees
It is the intent of the parties that issue resolution shall be an ongoing 
process with issues addressed as they arise.
Either party may place issues on the agenda of the LMC at any time 
(subject to reasonable procedures established by the LMC for setting 
its agendas). As agreements are reached by the LMC, any 
agreements requiring approval will be presented to the appropriate 
constituents prior to modifying the contract.
ARTICLE XXIV - DURATION OF AGREEMENT
This contract shall be effective July 1, 2007 and shall continue in effect 
through June 30 ,2011.
TEACHERS’ ASSOCIATION BOARD OF EDUCATION
DATED <£ / /^ -  / 0 f
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APPENDIX I
AGREEMENT BETWEEN THE 
BRUSHTON-MOIRA CENTRAL SCHOOL DISTRICT
AND
BRUSHTON-MOIRA TEACHERS' ASSOCIATION 
CONTRACT ADDENDUM
Brushton-Moira Central School District and Brushton-Moira 
Teachers7 Association agree that the District shall have the right to modify 
its healthcare plan only to the extent of becoming a participant in the 
Franklin-Essex-LIamilton Health Plan, an alternately funded healthcare 
plan. The parties to this agreement further agree as follows:
1. The District has the right to initiate alternative funding as soon 
as possible.
2. The Plan Administrator1 for the alternately funded healthcare 
plan shall be Blue Cross & Blue Shield of Utica-Watertown,
, Inc. The parties agree that the Governing Body of the plan 
with the consent of the Associations in the group may change 
the plan administrator. The Association agrees that it will not 
unreasonably withhold its consent for such a change.
3. Benefit levels in place as of the date of this agreement shall 
remain in place. The agreement does not give the District or 
Governing Board2 the right to modify said benefit levels.
4. This plan will follow the rules, regulations, and provision of 
the State Insurance Commission and legislative mandates of 
the State of New York that pertain to providers of health 
insurance.
5. Any alleged violations of #3 above or this agreement shall be 
subject to the grievance procedure of the parties7 collective 
bargaining agreement. However, the problem will first be 
brought to the attention of the Plan's Governing Body by the 
Associations7 Advisory Liaison Committee3. Time limits for 
initiating a grievance will commence the date the Governing 
Body makes a determination regarding the alleged violation.
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brought to the attention of the Plan’s Governing Body by the 
Associations’ Advisory Liaison Committee3. Time limits for 
initiating a grievance will commence the date the Governing 
Body makes a determination regarding the alleged violation. 
But in no event will an answer be delayed for more than 30 
calendar days from the time of initial presentation to the 
Plan’s Governing Board or appropriate subcommittee.
6. The Governing Board or a subcommittee thereof shall meet 
with the Association Advisory Liaison Committee at least 
quarterly to deal with matters relating to health insurance.
7. Upon signing this agreement, the parties will modify any 
language in their collective bargaining agreements that is 
inconsistent with the provisions of this agreement.
1Pkn Administrator means the agency which the plan uses to receive and 
pay proper claims to hospitals, physicians, etc. An example of a plan 
administrator would be Blue Cross/Blue Shield,
G overning Board means the board consisting of the chief school officers 
or their designees from each of the school districts participating in the 
plan, In effect, the Governing Board are the trustees of the plan.
Associations’ Advisory Liaison Committee is a committee consisting of a 
representative from each NYSUT local participating in the plan. The role 
of the Committee is to meet on a regular basis with the Governing Board 6r 
an appropriate subcommittee of the Board to monitor the health plan and 
to bring to the attention of the Board any problems, grievances, changes, 
etc. that they are aware of and to work with the Governing Board to help 
make the plan function in a most effective way.
For the District
Date
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MEMORANDUM OF UNDERSTANDING
This Memorandum of Understanding is between the employer representatives of the 
school districts which are members of the F-E-H Health Benefits Consortium and the 
local unions which are duly recognized as bargaining agents for the employees in the 
aforementioned member school districts, subject to ratification by the respective parties.
Teachers:
F-E-H BOCES Teachers* Association 
Brushton-Moira Teachers* Association 
Chateaugay Chapter, NYSUT 
Lake Placid Education Association, NYSUT 
Malone Federation of Teachers 
St. Regis Falls United Teachers Association 
Salmon River Teachers Association 
Saranac lake Teachers* Association 
Tupper Lake United Teachers
Non- Instructional:
F-E-H BOCES CSEA
Brushton-Moira Non-Teaching Association 
Chateaugay Central CSEA 
Lake Placid Central CSEA 
Malone Central School Unit of CSEA 
St. Regis Falls Non-Instructional Association 
Salmon River Central Unit of CSEA 
Saranac Lake Central CSEA 
Tupper Lake Central CSEA
Administrators:
F-E-H BOCES Administrators* Association
Malone Central Administrators1 Association
Salmon River Central Administrators & Supervisors Association
Saranac Lake Supervisory Unit
Districts
Franklin-Essex-Hamilton BOCES 
Brushton-Moira Central 
Chateaugay Central 
Lake Placid Central 
Malone Central
St. Regis Falls Central 
Salmon River Central 
Saranac Lake Central 
Tupper Lake Central
Unions
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1. The parties shall establish.a governance structure which provides joint and 
equal representation for employers and employees effective upon signing of the 
Memorandum of Understanding. Such joint board will be composed of nine (9) 
school district representatives and nine (9) bargaining unit representatives.
The parties are currently investigating the proper legal vehicle which must be 
established in order to effect the intended governance structure. Once that is 
determined, it is the intent of the parties to take any and all necessary actions to 
put this joint governance structure in place. Meanwhile, a joint board w ill be 
created as defined above. Any decisions made by this joint board will come 
before the current Board of Directors with the understanding that said decisions 
shall be approved
2. Reserves and surpluses during the initial period commencing July 1, 1996 and 
further referenced in item 14 will be maintained as follows:
A, Reserves - equal to 23% of Projected Annual Claims.
B. Unencumbered Surplus - .796 of Projected Premiums.
The goyeming board of the consortium specified in item 1 above shall 
determine the allocation and use of funds in excess of reserves and/or  
unencumbered surplus amounts/percentages. It is agreed and understood that 
no new benefits will be added to the plan prior to July 1 ,1999  except as 
mandated by law.
3. The Consortium will maintain annual premiums for the 1 9 9 6 -9 7 ,1 9 9 7 -9 8  and 
1998-99 school years as follows, (subject to per capita entitlement calculations; 
see item 12E).
These premiums cannot be changed during the aforementioned three-year 
period except under extraordinary circumstances to be determined by the joint 
governing board or as necessitated by per capita entitlement calculations.
However, in no instance will participating districts be liable for premium 
increases over and above the Bureau of Labor Statistics for Northeastern United 
States Medical CPI for the latest 12 month period available as of March 1 in any 
given year, except as necessitated by per capita entitlement calculations.
Single Coverage 
Family Coverage 
Single Over 65 
Family Over 65
$2,280.
6 ,012 .
444.
852.
V
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4. The drug co-pay amounts and major medical deductible amounts will be:
A. Drug Co-Pay (Preferred Choice Plan., effective J a m m y I, 1997)
Amounts
$3.00 - Generic
$5.00* - Brand name, if  doctor indicates “dispense as
written” (DAW)
$0,00** - Mailorder
** If a generic equivalent does not exijt, the generic co-pay will apply.
** At the employee’s option, if doctor does not indicate DAW, then the 
brand name is available only upon the payment of the brand name 
co-pay and the difference between the cost of the brand name drug 
and the generic drug.
** All maintenance drugs must be obtained by mail order and must be
the generic variety unless the prescribing doctor indicates DAW,
B: Major Medical Deductible (Effective fanuarv l r 1997)
4 Amounts
$150/$450
5. The “triggering event” which would necessitate the governing board to act by 
March 1 ,1999  effective on July 1 ,1 9 9 9  for the 1999-2000 school year and on 
March 1, for any school year thereafter would be a projected diminishment of 
reserves and surpluses below the agreed upon levels as specified in item 2 above 
determined by the Plan’s Consultant and subject to independent verification 
should a majority vote of the governing body demand such, after a premium 
increase equivalent to the Bureau of Labor Statistics for Northeastern United 
States Medical CPI for the latest 12 month period available as of March 1 in any 
given year has been applied in any applicable plan year (school fiscal year).
6. All participating districts in the Franklin-Essex-Hamilton Health Insurance
Consortium wifi establish a flexible spending plan pursuant to IRS Section 125 
regulations which shall go into effect no later than January 1, 1997. Such plan 
shall be administered by a plan administrator initially agreed upon by the 
negotiating teams. Subsequent to adoption of such plan, the plan’s operating 
procedures shall be determined by the governing board and any applicable IRS 
Regulation(s). This plan may be utilized for premium payments, dependent 
care, and unreimbursed medical expenses.
C
7. Parties ratifying this Memorandum of Understanding as outlined in item 15 
hereby agree to simultaneously incorporate this Memorandum of 
Understanding into their respective Collective Bargaining Agreements.
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8. Any “other* agreements entered into by the respective parties that are in
conflict with the terms or intent of the .agreement reached in this negotiation 
shall be amended to incorporate the terms and/or intent of said agreement as 
necessary and/or appropriate.
9. Any rights guaranteed to members and dependents, retirees and their
dependents under the Consortium shall not be diminished or altered except as 
expressly stated in this Memorandum or later approved by the joint governing 
board.
10. Employee members of the governing board will be released from work to attend 
any meetings of the governing board or of its subcommittees. Meetings will be 
held quarterly during the school day except as otherwise agreed to by the 
governing board.
11. If a majority of the full governing board fails to agree on the meaning or 
interpretation of any of the terms of this Memorandum and/or the legal 
document^) which are created to effect the joint governance structure, the issue 
shall be submitted to the American Arbitration Association for expedited 
adjudication of the dispute. The power of the arbitrator shall be limited to the 
resolution of the meaning and/or interpretation of specific language found in 
this Memorandum and/or the joint governance document(s) referenced above; 
and, the arbitrator shall have no power to add to, amend, or delete any of the 
terms of this Memorandum and/or the joint governance document (s). The 
decision of the arbitrator shall be final and binding on the parties to this 
Memorandum.
{
12. Dual Coverage
A. All existing contract language regarding dual coverage remains in effect 
through June 3 0 ,1 9 9 7 . Effective with the signing of this memorandum, 
present employees may not change coverage without a change in marital 
status, gain/loss of dependents or other change in life circumstances 
affecting health insurance coverage.
B. Effective January 1, 1997, new hires and their spouses are restricted to 
one family coverage or, at their option, two individual coverages. 
Employee spouses choosing family coverage under this provision will 
both be named equally as covered employees. For actuarial purposes, 
claims will be aggregated according to the birthday rule and the total 
amount will be divided effective at the end of the school year if the 
spouses are employed in different school districts within the Consortium, 
The Consortium shall assure that claims for the employee(s), their 
spouses and dependents for any and all health insurance claims which 
would have been paid if each employee had opted for a family plan will 
be paid.
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C. Effective July 1 ,1997,  all employees and their spouses are restricted to 
one family coverage, or at their option, two individual coverages. 
Employee spouses choosing family coverage under this provision will 
both be named equally as covered employees. For actuarial purposes, 
claims will be aggregated according to the birthday rule and the total 
amount will be divided effective at the end of the school year if the 
spouses are employed in different school districts within the Consortium.
The Consortium shall assure that claims for the employee (s), their 
spouses and dependents for any and all health insurance claims which 
would have been paid if each employee had opted for a family plan w ill 
be paid.
D. New premium rates will be computed effective July 1, 1997 based on the 
gain/loss of single and family coverage at a level necessary to generate a 
pool of money as if no change was made. Effective March 1 ,1997  and 
on March 1st each year thereafter, a demographic comparison of the 
number of employees otherwise eligible for a second family coverage 
shall be performed. If the number of such employees has changed in 
comparison to the prior year, then the total pool of money may be
f increased or decreased accordingly as determined by the governing 
board. Any adjustment shall be reflected in the following year’s 
premium rates. The freeze on rates for 97-98 and 98-99  does not apply 
to the redistribution of the total premium dollars. Effective July 1 ,1 9 9 7  
and each year thereafter, the total pool of money shall be adjusted to 
reflect changes in per capita enrollment and all applicable premium 
increases.
It is agreed and understood that participating districts reserve the right 
to phase in the necessary premium adjustments over a two (2) year 
period as follows:
>  Billed rates for 97-98 will reflect 50% of the impact of the new
premiums.
5* Billed rates for 98-99 will reflect 100% of the impact of the new  
premiums.
E. The billed rates for 98-99 form the basis upon which the analysis of the 
plan performance and the projection for 1999-2000 will be made. That 
is, the maximum increase in district cost shall include any increases 
resulting from per capita enrollment increases and application of the 
Medical CPI as defined elsewhere, applied to the new higher rates.
C
13, Contracts with proposed third party administrators and plan consultants will be 
bid at the conclusion of the current contracts. The contract for prescription 
drug coverage will be bid immediately.
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14. There shall be a moratorium on negotiations for employee health insurance 
contributions or health insurance benefits at the individual district tables 
commencing upon the ratification of this Memorandum and expiring July 1, 
2002, This moratorium does not extend to any other insurance benefits, such as 
dental, optical, life, disability, etc.
IS. This Memorandum of Understanding is subject to review prior to October 1,
1996 by legal representatives of both parties. In order to participate in this 
Memorandum of Understanding, parties must take appropriate action prior to 
November 1 ,1996 .
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FOR THE UNIONS: 
CSEA:
NYSUT:
By: *Cf<4rir\*6Jhs 7
Richard R. Van Worm'er, for and on behalf 
of the NYSUT Affiliated Unions
FOR THE DISTRICTS:
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